S) igqnou 
“ Ig PEOPLE’S 


UNIVERSITY 


PROJECT REPORT 


on 


STANDARD OF JOB SATISFACTION AMONG 


COLLEGE TEACHERS WITH REFERENCE TO THE 


VARIOUS COLLEGES OF GUJARAT 


Under the supervision of 


Dr. K.P Damor 


Project report submitted to 
INDIRA GANDHI NATIONAL OPEN UNIVERSITY 
In fulfilment of the requirement 
for the award of 


Master of Arts (Education) 


STUDENT NAME: OM PRAKASH 
ENROLMENT NO.: 2110047846 
STUDY CENTRE CODE: 42012 
REGIONAL CENTRE: RAJKOT 


COURSE CODE: MESP01 


TABLE OF CONTENT 


SYNOPSIS APPROVAL wseccssccrconcvinsrcesciseunertcaisemeeramemanamaianne Il 
CERTIFICATE OF ORIGINALID Y ciisicisaveissnnssmscconcascdancssvewstecerents Il 
BIOS TA OF GUD saciagte nec dinsecictuanniesonsitasacocuitinwmetaedoseneiies IV-VI 
PCN OWE Gy Eva cc ativan ccc htrereaensstuonteresniesesoness VII 
DECLARATION ccccvsnsvniasannsmsnssuiensivsdetiansiansaasinseesaevandeansetesaceterennis Vill 
PROT YE TeV Uo ios sence picesteanoncneiamaneeicseatenneasanssionanenieaseverenrss 1-87 
CHAPTER 15 INTRODUCTION iisscsecsansasisaneicrnconsanded Oise ieoesassacwieine 1-12 


e DEFINITION OF JOB SATISFACTION 

e THEORIES OF JOB SATISFACTION 

e FACTORS AFFECTING JOB SATISFACTION 
e OPERATIONAL DEFINITION OF THE TERMS 
e OBJECTIVE OF THE STUDY 

e STATEMENT OF THE PROBLEM 

e DELIMITATION OF THE STUDY 


CHAPTER 2: REVIEW OF RELATED LITERATURES........cccccccccccccceccecccccces 13-39 


e HIGHER EDUCATION EMPLOYEES AND JOB SATISFACTION 
e ORGANIZATIONAL CLIMATE 


CHAPTER 3: RESEARCH METHODOLOGY. .....cccccccccccccccccccccccccccccccecceces 14- 49 


e RESEARCH METHODOLOGY 

e MAIN STUDIES OF RESEARCH METHODOLOGY 

e OBJECTIVE OF THE STUDY 

e HYPOTHESES 

e RESEARCH DESIGN SAMPLE SIZE DATA COLLECTION TOOL AND METHOD OF 
DATA ANALYSIS 


CHAPTER 4: ANALYSIS AND INTERPRETATION. .....cccccccccccccccccscccccsecsese DU -64 


e NEED FOR INTERPRETATION. 

e TECHNIQUE OF INTERPRETATION 

e CLASSIFICATION. 

e ANALYSIS AND INTERPRETATION OF DATA. 
e ANALYSIS OF CHI-SQUARE METHOD. 


CHAPTER 5: CONCLUSIONS AND SUGGESTIONS......cccccccccccccccccccccccsccscces 05-69 


@ RATIONALE OF THE STUDY. 
e MAIN FINDINGS. 
e CONCLUSIONS. 


BA cis eterna aetna oserman sauaccodetdcekewiobieeseecaneeactaaeseeaceminceen) eT] 
DBT OG RA PUY i iivoniabcinnustaniede Gascacniwieukiadhaiaades cicereseleusisekeesspeadieaien 20880 


OPUS PION A Ric ceecancasaeiencscnsieinnctesaesnineieliasisientanrscad tence 


AP[PROVAL OF SYNAOPSIS 


II|Page 


AppendixV11 


CERTIFICATE 


This is to certify that OM PRAKASH student of M.A. (Education) from Indira Gandhi Open 


University, New Delhi was working under my supervision and guidance for his Dissertation for 


the Course MESP-01. 
His Dissertation entitled “STANDARD OF JOB SATISFACTION AMONG COLLEGE 
TEACHERS WITH REFERENCE TO THE VARIOUS COLLEGES OF GUJARAT” 


which he is submitting is his genuine and original work. 


Place: Rajkot 


Date: 
Signature: 


Name: Dr. P.K Damor 


Address of the supervisor: Department of 
Education, university campus Saurashtra 
University, University Road Rajkot (Gujarat) 
360005 


Ill|Page 


BIODATA OF GUIDE 


IV|Page 


ACKNOWLEDGEMENT 


I feel indebted to my guide Dr. K.P DAMOR for the completion of 


the dissertation entitled “STANDARD OF JOB SATISFACTION AMONG 
COLLEGE TEACHERS WITH REFERENCE TO THE VARIOUS COLLEGES OF 
GUJARAT” The present work could be completed only because of the 


able guidance and affectionate attitude of my guide Dr. K.P DAMOR 


I am thankful to all respondents and all those who assisted me by 
supplying the requisite information towards the completion of the questionnaire there 


by enable me to collect the relevant data. 


NAME: OM PRAKSH 


VIl|Page 


Appendix vi 


DECLARATION 


I hereby declare that the dissertation entitled 

“STANDARD OF JOB SATISFACTION AMONG COLLEGE TEACHERS WITH 
REFERENCE TO THE VARIOUS COLLEGES OF GUJARAT” 

Submitted by me for the partial fulfilment of the Master of Arts (Education) to Indira 
Gandhi National Open University (IGNOU), New Delhi is my original work and has 

not been submitted earlier to IGNOU or to any other institution for the fulfilment of 

the requirement for any course of study. I also declare that no chapter of this 

manuscript in whole or in part is lifted and incorporated in this report from any earlier 
work done by others or me. 


Signature: 


Name: OM PRAKASH 
Enrolment No.: 2110047846 


Address: D 13 Noble Housing Society 
Near Ekalavya Public School 
Zanzarda, Junagadh, Gujarat - 362001 


VIll|Page 


CHAPTER 1 


INTRODUCTION 


1|Page 


INTRODUCTION 


Job satisfaction is an attitude that is simply how content an individual is with his or 
her job; whether he or she likes the job or not. It is assessed at both the global level 
(Whether or not the individual is satisfied with the job overall), or at the facet level 
(Whether or not the individual is satisfied with different aspects of the job). Spector 
lists 14 common facets: Appreciation, Communication, Coworkers, Fringe benefits, 
Job conditions, Nature of the work, Organization, Personal growth, Policies and 
procedures, Promotion opportunities, Recognition, Security, and Supervision). Job 
satisfaction scales vary in the extent to which they assess the affective feelings about 
the job or the cognitive assessment of the job. Affective job satisfaction is a 
subjective construct representing an emotional feeling individuals have about their 
job. Hence, affective job satisfaction for individuals reflects the degree of pleasure or 
happiness their job in general induces. Cognitive job satisfaction is a more objective 
and logical evaluation of various facets of a job. Cognitive job satisfaction can be 
unidimensional if it comprises evaluation of just one facet of a job, such as pay or 
maternity leave, or multidimensional if two or more facets of a job are simultaneously 
evaluated. Cognitive job satisfaction does not assess the degree of pleasure or 
happiness that arises from specific job facets, but rather gauges the extent to which 
those job facets are judged by the job holder to be satisfactory in comparison with 
objectives they themselves set or with other jobs. While cognitive job satisfaction 
might help to bring about affective job satisfaction, the two constructs are distinct, not 


necessarily directly related, and have different antecedents and consequences. 
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Job satisfaction can also be seen within the broader context of the range of issues 
which affect an individual's experience of work, or their quality of working life. Job 
satisfaction can be understood in terms of its relationships with other key factors, such 
as general well-being, stress at work, control at work, home-work interface, and 
working conditions. 

DEFINITION OF JOB SATISFACTION 

Job Satisfaction is a pleasurable or positive emotional state resulting from the 
appraisal of one ‘s job or job experiences. Job satisfaction is how people feel about 
their jobs and different aspects of their jobs. It is the extent to which people like 
(satisfaction) or dislike (dissatisfaction) their jobs. 

A dissatisfied employee ‘s response to his job dissatisfaction can oscillate between 
being active and vocal as regards to his grievances to being very passive and 
submissive. This can lead to four reactions from the employee. 

1. An active employee would voice his grievance openly to the management of his 
organization and seek immediate redressal for the same. Such employees tend to be 
constructive in their approach and would be like to have their grievances handled 
appropriately. 

2. When active disgruntled employees are not appropriately handled by their 
managers and the Human Resource Departments they tend to lose their interest in 
their jobs and hence we see a huge turnover of such employees. 

3. On the other hand a passive or submissive employee would simply let his 
dissatisfaction remain to himself and carry on with his work as usual. This can be 


either due to his loyalty for the organization or his fear of the management. In this 
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case there is submissiveness displayed from the employee ‘s side and he feels 
alienated in his work environment. 

4. Such submissive or passive employees can become targets of union leaders who 
can mislead them into neglecting their duties or still worse can coerce them into 
destructive activities against the organization. 

THEORIES OF JOB SATISFACTION 

Following are some major theories of job satisfaction 

Affect theory 

Edwin A. Locke‘s Range of Affect Theory (1976) is arguably the most famous job 
satisfaction model. The main premise of this theory is that satisfaction is determined 
by a discrepancy between what one wants in a job and what one has in a job. Further, 
the theory states that how much one values a given facet of work (e.g. the degree of 
autonomy in a position) moderates how satisfied/dissatisfied one becomes when 
expectations are/aren‘t met. When a person values a particular facet of a job, his 
satisfaction is more greatly impacted both positively (when expectations are met) and 
negatively (when expectations are not met), compared to one who doesn‘t value that 
facet. To illustrate, if Employee A values autonomy in the workplace and Employee 
B is indifferent about autonomy, then Employee A would be more satisfied in a 
position that offers a high degree of autonomy and less satisfied in a position with 
little or no autonomy compared to Employee B. This theory also states that too much 
of a particular facet will produce stronger feelings of dissatisfaction the more a 


worker values that facet. 
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Dispositional approach 

The dispositional approach suggests that individuals vary in their tendency to be 
satisfied with their jobs, in other words, job satisfaction is to some extent an 
individual trait. This approach became a notable explanation of job satisfaction in 
light of evidence that job satisfaction tends to be stable over time and across careers 
and jobs. Research also indicates that identical twins raised apart have similar levels 
of job satisfaction. 

A significant model that narrowed the scope of the dispositional approach was the 
Core Self-evaluations Model, proposed by Timothy A. Judge, Edwin A. Locke, and 
Cathy C. Durham in 1997. Judge et al. argued that there are four Core Self- 
evaluations that determine one‘s disposition towards job satisfaction: self-esteem, 
general self-efficacy, locus of control, and neuroticism. This model states that higher 
levels of self-esteem (the value one places on his/her self) and general self-efficacy 
(the belief in one‘s own competence) lead to higher work satisfaction. Having an 
internal locus of control (believing one has control over her\his own life, as opposed 
to outside forces having control) leads to higher job satisfaction. Finally, lower levels 
of neuroticism lead to higher job satisfaction. 

Equity theory 

Equity Theory shows how a person views fairness in regard to social relationships 
such as with an employer. A person identifies the amount of input (things gained) 
from a relationship compared to the output (things given) to produce an input/output 
ratio. They then compare this ratio to the ratio of other people in deciding whether or 


not they have an equitable relationship. Equity Theory suggests that if an individual 
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thinks there is an inequality between two social groups or individuals, the person is 
likely to be distressed because the ratio between the input and the output are not 
equal. 

For example, consider two employees who work the same job and receive the same 
pay and benefits. If one individual gets a pay raise for doing the same work than the 
other, then the less benefited individual will become distressed in his workplace. If, 
on the other hand, one individual gets a pay raise and new responsibilities, then the 
feeling of equity will be maintained. 

Other psychologists have extended the equity theory, suggesting three behavioral 
response patterns to situations of perceived equity or inequity (Huseman, Hatfield, & 
Mile, 1987; O'Neil & Mone 1998). These three types are benevolent, equity 
sensitive, and entitled. The level by each type affects motivation, job satisfaction, 
and job performance. 

Benevolent-Satisfied when they are under-rewarded compared with co-workers 
Equity sensitive-Believe everyone should be fairly rewarded 

Entitled-People believe that everything they receive is their just due 

Discrepancy theory 

The concept of discrepancy theory explains the ultimate source of anxiety and 
dejection. An individual, who has not fulfilled his responsibility feels the sense of 
anxiety and regret for not performing well, they will also feel dejection due to not 
being able to achieve their hopes and aspirations. According to this theory, all 
individuals will learn what their obligations and responsibilities for a particular 


function, over a time period, and if they fail to fulfill those obligations then they are 
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punished. Over time, these duties and obligations consolidate to form an abstracted 
set of principles, designated as a self-guide. Agitation and anxiety are the main 
responses when an individual fails to achieve the obligation or responsibility. This 
theory also explains that if achievement of the obligations is obtained then the 
reward can be praise, approval, or love. These achievements and aspirations also 
form an abstracted set of principles, referred to as the ideal self guide. When the 
individual fails to obtain these rewards, they begin to have feelings of dejection, 
disappointment, or even depression. 

Here's a thought, an individual does fulfill those obligations and responsibilities to 
the company; but the employer punishes the employee regardless of the fulfillment 
of duties. Agitation and anxiety is the main response toward an ungrateful employer 
who refuses to recognize improvement to companies bottom line because of 
employees endeavor. 

Two-factor theory (motivator-hygiene theory) 

Frederick Herzberg‘s two-factor theory (also known as motivator-hygiene theory) 
attempts to explain satisfaction and motivation in the workplace. This theory states 
that satisfaction and dissatisfaction are driven by different factors — motivation and 
hygiene factors, respectively. An employee‘s motivation to work is continually 
related to job satisfaction of a subordinate. Motivation can be seen as an inner force 
that drives individuals to attain personal and organizational goals (Hoskinson, Porter, 
& Wrench, p. 133). Motivating factors are those aspects of the job that make people 
want to perform, and provide people with satisfaction, for example achievement in 


work, recognition, promotion opportunities. These motivating factors are considered 
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to be intrinsic to the job, or the work carried out. Hygiene factors include aspects of 
the working environment such as pay, company policies, supervisory practices, and 
other working conditions. 

While Herzberg's model has stimulated much research, researchers have been unable 
to reliably empirically prove the model, with Hackman & Oldham suggesting that 
Herzberg's original formulation of the model may have been a methodological 
artifact. Furthermore, the theory does not consider individual differences, conversely 
predicting all employees will react in an identical manner to changes in 
motivating/hygiene factors. Finally, the model has been criticised in that it does not 


specify how motivating/hygiene factors are to be measured. 
FACTORS AFFECTING JOB SATISFACTION 


An employee's overall satisfaction with his job is the result of a combination of 
factors -- and financial compensation is only one of them. Management's role in 
enhancing employees' job satisfaction is to make sure the work environment is 
positive, morale is high and employees have the resources they need to accomplish 


the tasks they have been assigned. 
Working Conditions 


Because employees spend so much time in their work environment each week, it's 
important for companies to try to optimize working conditions. Such things as 
providing spacious work areas rather than cramped ones, adequate lighting and 


comfortable work stations contribute to favorable work conditions. Providing 
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productivity tools such as upgraded information technology to help employees 


accomplish tasks more efficiently contributes to job satisfaction as well. 
Opportunity for Advancement 


Employees are more satisfied with their current job if they see a path available to 
move up the ranks in the company and be given more responsibility and along with it 
higher compensation. Many companies encourage employees to acquire more 
advanced skills that will lead to the chance of promotion. Companies often pay the 
cost of tuition for employees taking university courses, for example. During an 
employee's annual performance review, a supervisor should map out a path showing 
her what she needs to accomplish and what new skills she needs to develop in order to 


be on a track to advancement within the organization. 
Workload and Stress Level 


Dealing with a workload that is far too heavy and deadlines that are impossible to 
reach can cause job satisfaction to erode for even the most dedicated employee. 
Falling short of deadlines results in conflict between employees and supervisors and 
raises the stress level of the workplace. Many times, this environment is caused by 
ineffective management and poor planning. The office operates in a crisis mode 
because supervisors don't allow enough time for employees to perform their assigned 


tasks effectively or because staff levels are inadequate. 


9|Page 


Respect from Co-Workers 


Employees seek to be treated with respect by those they work with. A hostile work 
environment -- with rude or unpleasant coworkers -- is one that usually has lower job 
satisfaction. In an August 2011 survey published by FoxBusiness.com, 50 percent of 
those responding said they had personally experienced a great amount of workplace 
incivility. Fifty percent also believe morale is poor where they work. Managers need 
to step in and mediate conflicts before they escalate into more serious problems 
requiring disciplinary action. Employees may need to be reminded what behaviors are 


considered inappropriate when interacting with coworkers. 
Relationship with Supervisors 


Effective managers know their employees need recognition and praise for their efforts 
and accomplishments. Employees also need to know their supervisor's door is always 
open for them to discuss any concerns they have that are affecting their ability to do 


their jobs effectively and impeding their satisfaction at the office. 
Financial Rewards 


Job satisfaction is impacted by an employee's views about the fairness of the company 
wage scale as well as the current compensation she may be receiving. Companies 
need to have a mechanism in place to evaluate employee performance and provide 
salary increases to top performers. Opportunities to earn special incentives, such as 
bonuses, extra paid time off or vacations, also bring excitement and higher job 


satisfaction to the workplace. 
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OPERATIONAL DEFINITIONS OF THE TERMS 

Job Satisfaction: Job satisfaction is the extent to which one feels good about the job. 
It is in regard to one‘s feelings or state of mind regarding to the nature of their work. 
In other words, job satisfaction implies doing a job one enjoys, doing it well, 
enthusiasm and happiness with one's work. Everyone define job satisfaction as 
fulfillment of one‘s expectation. It differs from person to person and institution to 
institution and even in the context of male and female. In simple term when someone 
is satisfied with his job that is job satisfaction. Job satisfaction as a pleasurable 
positive emotion state, resulting from the appraisal of one‘s job or job experiences. It 
results from the perception that one‘s job fulfils or allows the fulfillment of one‘s 
important job values, providing and to the degree that these values are congruent with 
one‘s needs (Locke, 1976). Therefore, job satisfaction is such phenomenon which 
comes not only from the job, but also from one‘s personal, social, academic, 
administrative and economical condition. 

Job Dissatisfaction: Job dissatisfaction is not antonymous to job satisfaction. The 
term dissatisfaction denotatively refers to —a feeling that you are not pleased and 
satisfied... (Oxford Advanced Learner‘s Dictionary, 7th edition, 2005). This is 
similar to Organ and Bateman (1991), who argue that an employee‘s attitudes towards 
her or his work are either positive or negative. In other words, teacher job 
dissatisfaction refers to workers‘ negative or bad feelings or attitudes on their jobs 
(ibid). Similarly, if workers‘ have negative attitudes towards their work, they are then 


said to be dissatisfied. However, this study resorts to Spector‘s definition of the 
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concept of job dissatisfaction. According to him, job dissatisfaction refers to the 


degree to which employees dislike their works (Spector, 1997). 


OBJECTIVES OF THE STUDY 
The following objectives are formulated for the proposed study: 
**To know the level of job satisfaction of the college teachers with respect to; 


designations, gender, income, earning members in the family and family size. 


**To identify the factors which affect the job satisfaction of the college 
teachers. 
STATEMENT OF THE PROBLEM 
The statement of the problem is —JOB SATISFACTION AMONG COLLEGE 
TEACHERS - A STUDY ON THE FACULTY OF GOVERNMENT FIRST GRADE 


COLLEGES OF JUNAGDH DISTRICT. 


DELIMITATIONS OF THE STUDY 
**The present study was based on the data collected from Government colleges 
in Junagadh districts of Saurashtra region only. 
**In this present study only those teachers were considered, who was presently 


working in the colleges. 
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CHAPTER 2 


REVIEW OF 


RELATED 


LITERATURE 
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INTRODUCTION 
—An essential aspect of a research project is review of related literaturel 

- J. Mouly (1979) 
The review of related literature is as important as any other component of research 
process. It involves the systematic identification, location and anal ysis of documents 
containing information related to the research problem. The major purpose of 
reviewing the literature is to determine the study already been done that relates to 
one’s problem. Another important function of review is how it helps in planning the 
present work or the resources, and specific procedures and meaning instruments that 
have been opted for this work. Being familiar with previous research also facilitates 
interpretation of the results of the study. Finally, these reviews give information 
which can either support or challenge the conclusions of the investigator’s research 
and therefore, provide clues to later research. 
MEANING OF THE RELATED STUDY 
Study of the related literature implies locating, reading and educating reports of 
research as well as reports of causal observation and opinions that are 


related to the individual’s planned research project. 
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NEED FOR THE REVIEW OF LITERATURE 

A thorough survey of literature can be of great help to the investigator to understand 
the problem from different dimensions. It enriches the study. It gives necessary 
insight to the research study by which one can think creatively. 

PURPOSE OF THE REVIEW 

1. The review of related literature enables the researcher to define the limits of his 
field. It helps the researcher to delimit and define his problem. The knowledge of 
related literature, brings the researcher up-to-date on the work which others have done 
and thus, to state the objectives clearly and concisely. 

2. By reviewing the related literature the researcher can avoid unfruitful and useless 
problem areas. He can select those areas in which positive findings are very, likely to 
result and his endeavours would be likely to add to the knowledge in a meaningful 
way. 

3.Through the review of related literature, the researcher can avoid 
unintentional duplication of well-established findings. It is no use to replicate a study 
when the stability and validity of its results have been clearly established. 

4. The final and important specific reason for reviewing the related literature is to 
know about the recommendations of previous researchers listed in their studies for 
further research. 

JOB SATISFACTION 

To grasp the meaning of a construct like job satisfaction, it seems logical to look at 
how it is defined in the literature. The search for a universal definition of job 


satisfaction is not a difficult one; it is an impossible one. 
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Even though many researchers define job satisfaction, the definitions vary. The three 
definitions most commonly referred to among researchers are Hoppock ‘s, Locke ‘s, 
and Vroom ‘s. In the thirties, Hoppock ‘s (1935) response to the question _What is job 
satisfaction? ‘Was: —...any combination of psychological, physiological, and 
environmental circumstances that causes a person truthfully to say, _I am satisfied 
with my job ‘I (p. 47). Locke‘s (1976) answer to the same question in the seventies 
was: —...a pleasurable or positive emotional state resulting from the appraisal of one‘s 
job or job experiencesl (p. 1300). Vroom (1982), who used the terms —job 
satisfaction! and —job attitudesl interchangeably, defined job satisfaction as 
—...affective orientations on the part of individuals toward work roles which they are 
presently occupyingl (p. 99). Even though the definitions vary, a commonality among 
them seems to be that job satisfaction is a job-related emotional reaction. 

Job satisfaction is perceived as an attitudinal variable measuring the degree to which 
employees like their jobs and the various aspects of their jobs (Spector, 1996; Stamps, 
1997). This is an important area of research because job satisfaction is correlated to 
enhanced job performance, positive work values, high levels of employee motivation, 
and lower rates of absenteeism, turnover and burnout (Begley & Czajka, 1993; Chiu, 
2000; Tharenou, 1993). 

Job satisfaction, according to McCormick and Ilgen (1985), is an association of 
attitudes held by an organisation “s members. The way each employee responds 
towards their work is an indication of the commitment towards their employers. Many 


employees are of the opinion that downsizing; rightsizing and reengineering give 
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employers an opportunity to dispose of those workers who are a liability to the 
organisation. 

Rice, Gentile and McFarlin (1991) defined job satisfaction as an overall feeling about 
one’s job or career in terms of specific facets of job or careers (e.g., compensation, 
autonomy, coworkers). Job satisfaction means the contentment of the employees 
because of their jobs. It is the personal evaluation of the job conditions (the job itself, 
the attitude of the administration etc.) or the consequences or (wages, occupational 
security etc.) acquired from the job (Fletcher and Williams, 2006). According to 
another definition, job satisfaction is the phenomenon ascertaining the contentment of 
the employee and appearing when the qualifications of the job and the demands of the 
employees match (Reichers, 2006). 

In line with these definitions, job satisfaction might be handled as the consequence 
resulting from the comparison between the expectations of the employee from his job 
and the job in question which is performed. 

The consequence may emerge as satisfaction or dissatisfaction of the employee from 
the job. When the employee sees that his expectations are not met in the job 
environment, the job dissatisfaction emerges. It leads to the decrease in the workforce 
productivity, organizational commitment and commitment to the job and increase in 
the rates of the optional discontinuation of the job (Santhapparaj, Srini and Ling, 
2005; Payne and Morrison, 2002; Redfern,2005 and Denizer, 2008; Gellatly, 2005; 
Sagie, 2002). Besides, the medical conditions of the employees might be affected 
negatively. Lower job satisfaction in the servers has been observed to bring about 


neurotic (insomnia and headache) and emotional negativeness (stress, 
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disappointment) (Denizer, 2008). Nevertheless, the best proof to the deterioration of 
the works is the lower job satisfaction. It causes secretly deceleration of the works, 
job success and job productivity and increases in the workforce turnover (Iverson and 
Deery, 2007; Lum, 2006), occupational accidents and complaints. 

In addition to being influenced by the level of satisfaction, performance is affected by 
a worker‘s ability as well as a number of situational and environmental factors such as 
mechanical breakdowns, low quality materials, inadequate supply of materials, 
availability of stocks and market forces (Boro, et al). Nevertheless, in the case of 
lower-level jobs where little ability is required, job satisfaction seems to be one of the 
key determinants of performance (Cockburn& Perry, 2004; Boro, et al 2001). 
Therefore, job satisfaction is very important in an organization because if employees 
are not satisfied, their work performance, productivity, commitment as well as the 
interpersonal relationships among the management and their subordinates tend to be 
lowered (Fajana, 1996). 

For instance, in an organization where work performance is not recognized through 
promotion and salary increases, productivity of employees tends to be lowered. 

Most scholars recognize that job satisfaction is a global concept that also comprises 
various facets. The most typical categorization of facets; 

Smith, Kendall and Hulin (1969) considers five: pay, promotions, coworkers, 
supervision and the work itself. Locke (1976) adds a few other facets: recognition, 
working conditions and company and management. Fajana (2002) in his work 
identified a long range of factors combined to affect individual‘s level of satisfaction. 


These include, supervision or leadership (concern for people, task, participation), job 
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design (scope, depth, interest, perceived value), working conditions, social 
relationships, perceived long range opportunities, perceived opportunities elsewhere, 
levels of aspiration and need achievement. 

HIGHER EDUCATION EMPLOYEES AND JOB SATISFACTION 

Employee satisfaction reflects the degree to which the individuals needs and desires 
are met and the extent to which this is perceived by the other employees. It is 
generally perceived as —the scope of the work and all the positive attitudes regarding 
the work environmentl (Staples and Higgins, 1988). The ability of any university to 
take off and achieve its goals is a function of its ability to attract, retain and maintain 
competent and satisfied staff into its employment. The university is an institution of 
higher learning that provides manpower needs to advance national development in 
both the public and private sector. Universities whether private or public are training 
grounds for students doing the comprehensive courses in order to translate theory into 
practice. They conduct training for all kinds of programmes or disciplines. Both 
government and private individuals fund public and private universities respectively. 
University lecturers are currently facing many challenges in education and society, 
which may well affect their levels of job satisfaction (Kniveton, 1991). This raises 
concern regarding the attitudes of educators towards their work and their levels of job 
satisfaction or dissatisfaction (Steyn and Van Wyk, 1999). An earlier study by 
Kestetner (1994) showed that almost half of new educators leave the field during the 
first five years of their employment. This should be of great concern to all employers 
because unhappy and dissatisfied employees may mean poor performance and high 


staff turnover. 
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Data about the satisfaction of employees in higher education institutions, either 
academic or administrative can be summarised as follows: 

The research on academic employees is quite rich .Flowers and Huges (1973) 
developed the notion of relationship between employee satisfaction and 
environmental factors, particularly in accounting for reasons why employees stay in 
their jobs. Pearson and Seiler(1983) concentrated on the academics levels of 
satisfaction with the environment in the USA and found out that academics are more 
satisfied than dissatisfied with their work environment, but that there were high level 
of dissatisfaction with compensation — related elements of the job(e.g. fringe benefits 
pay, performance criteria). 

According to Moses‘s (1986) research, academic staff were dissatisfied with the 
underestimation of teaching excellence in the criteria for being promoted, Further, 
Manger and Eikeland (1990) explained factors that influence academics‘ intentions to 
leave the university, and found out that although salary and economic resources did 
not appear to influence intentions to stay or go, general employee satisfaction and 
relations with colleagues were the strong predictors of an intention to leave. Then, 
Hagedorn (1994) explained the satisfaction of academic staff as a result of a number 
of variables including salary, perceived support of colleagues, satisfaction with the 
administration, enjoyment of student interaction and perceived levels of stress. 

The results indicated that satisfaction with the salary, total number of working hours 
and the perceived support of colleagues directly influenced the level of stress, which 
inturn directly affected satisfaction. Also, Hagedorn (1996) tried to find the impact of 


gender-based wage differentials on the stress and satisfaction of women academic 
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members, and in turn, their intention to leave their profession. The findings of this 
research showed that perception of intentions, administration, collegiality, and 
students had effects on satisfaction and as wage differentials increased, the overall job 
satisfaction of female members decreased. 

Lacy and Sheehan (1997) investigated the impact of context elements including 
working climate and atmosphere on general levels of job satisfaction across eight 
nations (Australia, Germany, Hong Kong, Israel, Mexico, Sweden, the UK, and the 
USA), and found out that the university‘s atmosphere, a sense of community, and the 
relationship with colleagues are the greatest predictors of job satisfaction. Oshagbemi 
(1998) investigated the impact of age on the employee satisfaction of university 
teachers in the UK and found out a linear and positive association between age and 
overall job satisfaction. Tang and Talpade (1999) focused on the gender differences in 
employee satisfaction in a university in the USA and found out some significant 
difference between males and females in that male staff tended to have higher 
satisfaction with pay than females, whereas females tended to have higher satisfaction 
with their colleagues than males. Galz-Fontes (2002) tried to determine overall and 
facet specific job satisfaction levels of faculty working at a Mexican state university 
and, at the same time , to identify those variables that best predicted overall 
satisfaction, and found out that although most faculty indicated satisfaction with the 
university as a workplace, they also evaluated several working conditions critically, 
particularly those having to do with limitations regarding their research activities, 


administrative leadership, evaluation, pay and compensation issues. 
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The research on administrative employees is not as rich in either breadth or depth as 
that on academic employees Johnsrud (2002). The work that has been conducted 
focuses typically on both entry and midlevel administrative staff or on senior 
administrative staff. Since the senior administrative staff including presidents. chief 
academic officers and deans have dual role, academic and administrative, the findings 
of the research on senior administrative staff were parallel to those on academic staff 
(Wolkwein and Parmley,2000;Johnsrud et al.,2000). 

Therefore, in this study only entry and midlevel staff, including those employees who 
held non-academic positions below the dean level, were explained as administrative 
employees while the others were explained as academic ones. 

Johnsurd and Rosser (1999) analyse the quality of the working live of administrative 
employees in relationship to attitudinal outcomes such as morale. They identified nine 
factors: career support, working conditions, discrimination, review/intervention, 
diversity, recognition for competence, gender/race issues, intradepartmental relations, 
and external relations. Their findings indicated that perceptions regarding recognition, 
discrimination, external relations, and mobility explained the morale of mid-level 
administrators. Johnsrud et al.(2000) explained the factors behind midlevel 
administrators who intend to resign, which included perception of work life and 
morale. Their findings were parallel to those regarding academic staff and their 
intention to leave. In both cases, how individuals perceive the quality of their work 
lives had a direct impact on their intention to leave their institution. 

All those works mainly shaped by North American and Western Europe influences, 


suggest that there is much research needed to fully define and explore job satisfaction 
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among various academic and administrative employees. And also more research is 
needed to understand employee satisfaction in higher education in developing or less 
developed countries. 

ORGANIZATIONAL CLIMATE 

Researchers in organizational behaviour have long been interested in understanding 
employees ‘perceptions of the work environment and how these perceptions influence 
individuals ‘work- related attitudes and behaviours. Early researchers suggested that 
the social climate or atmosphere created in a workplace had significant consequences 
employees’ perceptions of the work context purportedly influenced the extent to which 
people were satisfied and perform up to their potential, which in turn, was predicted 
to influence organizational productivity (e.g. Katz& Kahn, 2004; Likert, 1997, 
McGregor, 2000). The construct of climate has been studied extensively and has 
proven useful in capturing perceptions of the work context (Denisson, 2006; Ostroff, 
Kinicki & Tamkins, 2007). Climate has been described as an experientially based 
description of the work environment and, more specifically, employees‘ perceptions 
of the formal and informal policies, practices and procedures in their organization 
(Schneider, 2008). An important distinction has been made between psychological 
and organizational climate (Hellriegel & Slocum, 1984; James & Jones, 2004). 
Individuals* own perceptions of the work environment constitute psychological 
climate at the individual level of analysis, whereas organizational climate has been 
proposed as an organizational or unit-level construct. When employees within a unit 
or organization agree on their perceptions of the work context, unit-level or 


organizational climate is said to exist (Jones & James, 2004; Joyce & Slocum, 2004). 
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A large number of studies have consistently demonstrated relationships between unit 
or organizational climate and individual outcomes such as performance, satisfaction, 
commitment, involvement and accidents (Ostroff et al, 2007). 

Organizational climate comprises of cognate sets of attitudes, values and practices 
that characterize the members of a particular organization. Xaba (1996) defined 
organizational climate as consciously perceived environmental factors subject to 
organizational control. Low (1997) coined the term climate to describe the attitudes, 
feelings and social process of organizations. According to him, climate in this view 
falls into three major and well-known categories: autocratic, democratic, and laissez— 
faire. Kaczka and Kirk (1978) defined organizational climate as a set of attributes, 
which can be perceived within a particular organization, department or unit. 

The behavioural science literature is replete with theories and empirical research 
focusing on employee behaviour as a function of the simultaneous variation in both 
organizational dimensions and individual characteristics (Hellriegel et al, 1984). 
Apparently neither individual organization dimensions (climate) nor individual 
characteristics (job satisfaction, tension, role clarity), by themselves, explain a 
substantial amount of the observed variation in job satisfaction or organizational 
effectiveness criteria. The relationship of organizational climate to individual 
behaviour often emphasizes the role of employee perceptions of these dimensions as 
intervening variables (Schneider, 2008). Likert‘s approach to the study of 
organization‘s illustrates the importance of employee perceptions, e.g. his interaction 
— influence mode/relates causal, intervening and end-result variables (Locke, 1976 & 


Likert, 1967). Causal variables like climate dimensions and leadership techniques 
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interact with personality to produce perceptions, and it is through assessment of these 
perceptions that the relationship between causal and end-result variables may be 
analyzed. 

Several studies have focused on perceptually based measures of climate dimensions 
and job satisfaction, Friedlander and Margulies (1968), using perception data from an 
electronics firm, studied the multiple impacts of organizational climate components 
and individual job values on workers satisfaction. 

They found that climate had the greatest impact on satisfaction with interpersonal 
relationships on a job, a moderate impact upon satisfaction with recognizable 
advancement in the organization, and relatively less impact upon self-realization from 
task involvement. Pritchard and Karasick (1993) studies 76 managers from two 
different industrial organizations. They found climate dimensions to be moderately 
strongly related to such job satisfaction facets as security, working conditions and 
advancement opportunities. Schneider (2008) surveyed bank customers and learnt that 
their perception of the bank‘s climate was related to a form of bank switching 
(customer dissatisfaction). Customers who perceived their bank‘s climate negatively 
tended to switch banks more frequently than did those who perceived their banks as 
having a customer—employee centred atmosphere. 

REVIEW OF RELATED LITERATURE 

Following are some reviews of literatures related to job satisfaction: 

Mohamed Imran Rasheed (2010), found that the factors like job design, work 
environment, feedback, recognition, decision making participation are the potential 


factor for satisfying teachers in higher education. 
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Bloch (2009), in his study found that there is a constructive association among 
promotion and job satisfaction. Academicians are more motivated and committed to 
perform a job and also more satisfied if promotion opportunities are available to them. 
Shamima Tasnim (2006), in her study found that one of the main purposes of job is 
to get the payment or salary and it is very natural that a handsome salary will bring 
job satisfaction. 

Ahmed, Raheem and Jamal (2003) studied the job satisfaction of 236 teachers in 
senior secondary schools. Female teachers enjoyed greater satisfaction than their male 
counterparts did. Married teachers showed more job satisfaction than unmarried 
teachers did. Teachers who were teaching in government schools showed greater job 
satisfaction than teachers teaching in private schools. There was no significant change 
in the job satisfaction due to change in the level of independent variables like sex, 
martial status and types of schools. 

Noll (2004) examined the job satisfaction and factors, which affect job satisfaction of 
teachers. It was found that school culture, teachers‘ relationship with administration, 
working conditions and motivation were the factors, which had a significant 
relationship with job satisfaction among school teachers. 

Dhingra (2006) conducted a study on randomly selected sample of 100 teachers from 
different government and private schools of Patiala district to study the effect of 
organization climate on job satisfaction of secondary school teacher. It found that 
there is no significant difference in job satisfaction of government and private 
secondary school teachers. Further difference between job satisfactions in relation to 


their organizational climate of secondary school teachers found to be significant. 
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Ting (1997), in his study shows that job characteristics such as salary, promotional 
opportunity, task clarity and significance, and skills utilization, as well as 
organizational characteristics such as commitment and relationship with supervisors 
and co-workers, have significant effects on job satisfaction. 

Ramkrishnaiah (1980) has found that 93 percent of the college teachers who were 
highly satisfied with their job expressed that they have cordial relationship with their 
colleagues. 

Perie & Baker (1979), in their study concluded that student achievement may be 
directly 

connected to teachers‘ job satisfaction. 

Blum and Naylor (1968), found that job satisfaction is the result of various attitudes 
possessed by an employee. In a narrow sense, their attitudes are related to the job and 
are concerned with such specific factors as wages supervision, steadiness of 
employment, conditions of work, opportunities for advancement, recognition of 
ability, fair evaluation of work, social relations on job, prompt settlement of 
grievances, and fair treatment by employer and similar other items. 

Education Commission (1966), cautioned that dissatisfaction of individual, whatever 
may be the occupation in which he is engaged, results in professional stagnation and 
becomes harmful to the clientale. A dissatisfies teacher spells disaster to the country‘s 
future. Dissatisfaction among the workers is undesirable and dangerous in any 


profession. It is suicidal if it occurs in the teaching profession. 
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Herzberg (1957) has shown that more satisfied workers will tend to add more value 
to an organization. Unhappy employees, who are motivated by fear of job loss, will 
not give 100 percent of their effort for very long. 

Hoppock’s (1935), seminal study of job satisfaction revealed that dissatisfaction with 
wages was the most important reason advanced for voluntary separation across a 
broad array of occupations. 

Kumar and Giri (2009) studied on Effect of Age and experience on Job 
Satisfaction and Organizational Commitment. 

The study showed the impact of age and experience of employees on job satisfaction 
and organizational commitment. Data was collected from 380 employees at junior, 
middle and top-level management from various public and private organizations in 
India. Standardisation scales were used to measure job satisfaction and organizational 
commitment. Results revealed that job satisfaction and organizational commitment 
differed significantly across the different career stages of employees. It was further 
observed that aged employees had higher job satisfaction and organizational 
commitment. Job satisfaction and organizational commitment also differed 
significantly based on work experience of employees. It was found that higher the 
work experience of employees, higher was their job satisfaction and the 
organizational commitment. 

Nobile (2008) studied on Organizational Communication and Job Satisfaction in 
Australian Catholic Primary Schools. 

Job satisfaction has been associated with a variety of behaviours relating to 


communication. However, very little research has been conducted in primary schools 
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encompassing job satisfaction and a range of communication variables. This study 
investigated the relationships between aspects of organizational communication and 
facets of job satisfaction. The participants were 356 staff members from 52 primary 
schools of six Catholic education systems in New South Wales, Australia. The 
participants completed a survey consisting of the Organizational Communication in 
Primary Schools Questionnaire and the Teacher Job Satisfaction Questionnaire 
(TJSQ). Ten organizational communication factors and nine job satisfaction factors 
were identified. Multiple regression analyses identified several organizational 
communication factors that were predictors of job satisfaction. The results suggest 
implications for policy and practice with regard to communication in these schools. 
Kochar and Khetarpal (2006) investigated on A Study of Stress, Job Satisfaction 
and Locus of Control in Permanent and Temporary College Teachers. 

In modem humans, stressful situations occur numerous times each day, and may 
produce the same stress reaction, but there is rarely an opportunity for a physical 
outlet for the stress response, such as 'fight' or 'flight'. At low levels of stress, 
individuals are not activated or aroused enough for high performance. Similarly, at 
high levels of stress, individuals expend their energy coping with stresses rather than 
directing efforts towards enhancement of performance. Thus, performance is high 
when a moderate amount of stress is present. Under conditions of moderate stress, 
individuals are not only activated to perform, but devote substantial energy towards 
performance enhancement rather than coping with stresses. 

Lack of proper adjustment at work place and inability of a woman to carry the dual 


role, leads to dissatisfaction, loss of energy and inefficiency in work. Stress and low 
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job satisfaction can be hazardous for any professional. Moreover, a negative 
correlation was found between stress and job satisfaction. It was further found that the 
negative correlation between stress and work satisfaction was significant for 
individuals with a high internal locus of control. Jobs characterized as "active" (i.e. 
high in decision latitude with high job demands), are associated with higher degrees 
of satisfaction and reduced depression. In contrast, "passive" jobs (i.e., low decision 
latitude and job demand), are associated with higher degrees of depression and 
dissatisfaction. Most of the research on organizational stress has focused on its 
relationship with job satisfaction. 

These studies generally indicate that job stress and satisfaction are inversely related 
job satisfaction is one of the criteria of establishing a healthy organizational structure 
in an organization. Job satisfaction is the reaction of the workers against the role they 
play in their work. It is the total of the sentiments related with the job conducted. If 
the worker perceives that her values are realized within the job, she improves a 
positive attitude towards her job, acquires job satisfaction and has low stress levels. 
Tasnim (2006) studied on Job Satisfaction among Female Teachers: A Study on 
Primary Schools in Bangladesh. 

This study is conducted to analyse the job satisfaction among the female teachers of 
government run primary schools in Bangladesh. Though, job satisfaction is 
considered as a factor of social psychology but in this study job satisfaction is 
analysed from organizational perspective. Two research questions are posed to 
identify the level of job satisfaction of female teachers. The prime aim of this study is 


to find out the teachers' perception of ‘job satisfaction’ and to identify the factors, 
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which affect job satisfaction of female teachers. To fulfil these aims fifty-seven 
teachers from seven governments run primary schools in urban and rural areas have 
been selected. Among the selected teachers twenty five are male and thirty two are 
female teachers. Both open ended and close ended questionnaire are used to get the 
answer of the research questions. 

The empirical study has found some factors, which affect job satisfaction of both 
male and female teachers. The factors are salary, academic qualification, career 
prospects, supervision, management, working environment, culture etc., few 
perceptions of job satisfaction and the factors those affect it are same to the male and 
female teachers. But here are many perceptions as well as factors in which the male 
and female teachers are in two opposite poles. These different opinions are mostly 
interpreted in masculinity-femininity and power distance model of Hofstadter. It is 
found that both the male and female teachers are dissatisfied but the female section is 
more dissatisfied than those of the male teachers. 

Sari (2005) studied on How Do Principals and Teachers in Special Schools in 
Turkey Rate Themselves on Levels of Burnout, Job Satisfaction, and Locus of 
Control? 

This study explores issues of burnout, job satisfaction, and locus of control among 
special school principals and teachers in Turkey. The purpose of the study was to 
determine whether there are differences between principals and teachers in terms of 
work status, sex, and work experiences. A quantitative approach was used: 295 
participants (33 special school principals and 262 teachers) were selected and 


responded to the survey. The Job Satisfaction Scale (JSS) and the Maslach Burnout 
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Inventory (MBI) were used to measure job satisfaction and burnout levels in terms of 
dimensions: emotional exhaustion, depersonalization, and personal accomplishment. 
The Internal-External Locus of Control Scale was used to measure the extent of 
participants’ internal or external locus of control. Results are reported in detail in the 
body of the article. 

Ghali (2005) studied on Teacher Effectiveness and Job Satisfaction of Women 
Teachers. 

This study was carried out with the main objective of studying the relationship 
between Teacher Effectiveness and Job satisfaction. Besides these the effect of 
locality, management and subject of teaching on Teacher Effectiveness and Job 
Satisfaction were also studied. The subjects were 120 women teachers working in 
high schools of Chittoor district of Andhra Pradesh selected by following random 
sampling techniques. The data were collected by using three tools viz. Teacher 
Effectiveness Scale, Job Satisfaction Scale and Biodata sheet. The findings showed 
low and positive correlation between Teacher Effectiveness and Job Satisfaction. 
Only the management of the school has significant impact both on Teacher 
Effectiveness and Job Satisfaction. The other variables included in the study viz., 
locality and subject of teaching had no significant impact on both Teacher 
Effectiveness and Job Satisfaction. 

Butt and Lance (2005) studied on Secondary Teacher Workload and Job 
Satisfaction. Do Successful Strategies for Change Exist? 

This study analyses the views of secondary school teachers involved in the 


Transforming the School Workforce: Pathfinder Project—a project designed to 
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address issues of teacher workload and job satisfaction. The initiative was launched in 
2002 by the Department for Education and Skills (DfES) to enable 32 pilot schools to 
explore ways in which they might restructure their working practices and reduce 
teacher workload. Funding was provided for schools to benefit from consultancy 
support, the training of head teachers, the employment of additional teaching 
assistants, the provision of ICT hardware and software, the training of bursars/school 
managers and for capital build projects. Here we concentrate on the evaluation of the 
Pathfinder Project with particular reference to possible changes in workload and job 
satisfaction of secondary teachers in the 12 secondary schools involved in the project. 
The reported weekly and holiday hours worked by secondary teachers are analysed 
across the duration of the project, as are patterns of evening and weekend work. 
Teachers' views on job satisfaction are also analysed in conjunction with their 
perspectives on workload, culminating in a discussion of their solutions to the 
problems of excessive workload. The relationship between teacher workload, job 
satisfaction and work-life balance is explored within the context of the fiiture 
modernization of the entire school workforce. 

Zembylas (2004) studied Job Satisfaction among School Teachers in Cyprus. 
Recent national and international studies carried out in a number of countries have 
drawn attention to the degree of job satisfaction among teachers. In general, it has 
been found that context seems to be the most powerful predictor of overall 
satisfaction. However, given that most of the international studies on teacher 
satisfaction have been conducted in developed countries, one realizes the need in the 


available literature for similar research in developing countries as well. This research 
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examined job satisfaction and motivation among teachers in Cyprus - a small 
developing country in the Eastern Mediterranean. An adapted version of the 
questionnaire developed by the "Teacher 2000 Project" was translated into Greek and 
used for the purposes of this study that had a sample of 461 K- 12 teachers and 
administrators. The findings showed that, unlike other countries in which this 
questionnaire was used, Cypriot teachers chose this career because of the salary, the 
hours, and the holidays associated with this profession. The study analysed how these 
motives influence the level of satisfaction held by the Cypriot teachers. 
Ventatammal (2006) studied on Occupational Stress Among University Teachers 
An attempt was made to know the stress experienced by the teachers of Annamalai 
University. The hypotheses examined the existence of significant differences in the 
levels of stress among teachers of Arts faculties and the Teachers of Science faculties. 
In addition the variable like sex, different cadres such as Lecture, Reader and 
Professor, and the level of job satisfaction were also studied. Sample studied were 58 
teaching Staff. Results show that teachers belonging to Arts faculties and Science 
faculties do not differ significantly on occupational stress. Male teachers and female 
teachers are not differing significantly on occupational stress. Lecturers, Readers and 
professors do not differ on occupational stress. The teachers who are just satisfied 
with their job show more stress than the teachers who are highly satisfied with their 
job. 

Sanghavi (2004) studied on the Do the Government and Non-Government School 
Principals Differ in their Job Satisfaction? 


The objectives of the study were: 
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1. To study the degree of Job Satisfaction of the female principals working in the 
government and non government secondary schools 

2. To study the degree of Job Satisfaction of the male principals working in the 
government and non-government secondary schools 

3. To study the degree of Job Satisfaction of the principals working in the government 
and non government secondary schools 

The sample of the study consisted of 900 secondary school principals. The tool used 
was the Job Satisfaction scale, which was constructed by the investigator. 

The findings of the study were: 

1. There was no significant difference on the level of Job Satisfaction between the 
female and male principals working in the government secondary schools 

2. There was no significant difference on the level of satisfaction between the female 
and male principals working in the non-government secondary schools 

3. There was no significant difference on the level of Job Satisfaction between the 
principals working in the government and non-government secondary schools. 
Ritu, R. and (2012) A Comparative Study of Occupational Stress Ajmer, S. of 
Secondary School Teachers in Relation to Their Gender, School and Locality. 
This study has been carried out to find: i) the occupational stress of teachers on the 
basis of gender, 11) the occupational stress of teachers on the basis of type of school 
and iii) the occupational stress of teachers on the basis of locality. 

Three hypothesis were designed for the present investigation: i) Gender does not 


make any difference in occupational stress of teachers, ii) Type of school does not 
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make any impact in the occupational stress of teachers and residential dichotomy has 
no influence in the occupational stress of teachers. 

The data was collected with the help of Occupational Stress Index by A.K. 
Shrivastva. A sample of 128 secondary school teachers was drawn randomly from 
various secondary schools of Rothak district of the state of Haryana. The sample 
comprised of both male and female teachers representing Government and 
private schools. It needs to be mentioned that rural urban factor was also taken in 
consideration. The collected data was put to statistical treatment by using Mean, SD, 
and test of significance. 

The findings revealed that: 1) gender could not differentiate teachers in occupational 
stress, ii) Private and government school teachers were different in some of the 
factors on occupational stress and iii) Locality had a significant influence in 
occupational stress of teachers. 

Pabla, M.S (2013) Occupational Stress Amongst Teachers of Professional 
Colleges in Punjab. 

This study attempts to study i) the occupational stress of teachers of professional 
colleges in Punjab to recommend suitable interventions to alleviate the 

occupational stress level. A sample of two hundred teachers were selected randomly 
from various professional colleges. The Occupational Stress Index, developed by 
A.K. Srivastava and A.P. Singh was used to carry out the study. The analysis revealed 
no significant difference between male and female teachers with respect to 
occupational stress level. However, a significant difference between teachers 


teaching in the professional colleges located in rural and urban areas was 
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reputed. To reduce the level of occupational stress deliberate efforts were made to 
find greater job security, accountability, workload, provisions for timely promotions, 
medical facilities and provisions of perks. 

Lath, S.K. (2014) A Study of Occupational Stress among Teachers of Privately 
Managed Schools and Government Schools in Relation to Age, Gender and 
Experiences. 

The study is an endeavour to find out the causes of stress among teachers. The 
teachers of private and government schools were administered the Occupational Role 
questionnaire, a part of Occupational stress inventory (OSI) by Osipow, S. H. & 
Spokane, A. R. A sample of total 200 teachers was drawn and questionnaire was 
given to them. The values of t-ratios obtained indicate that teachers from different 


types of schools suffer stress in different ways. 
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Borg and Riding (2011) investigated teachers’ — stress, job satisfaction, 
absenteeism, career intention, career commitment and self-image. 

A sample of 545 teachers was selected from the secondary schools in Maltese. The 
analysis of the collected data using a questionnaire revealed that demographic 
characteristics of the teachers were related to self-reported teacher stress, job 
satisfaction and career commitment. Further it is evinced that teachers who believed 
having greater stress - were less satisfied with their profession; reported greater 
frequency of absence and were forced to shift their profession frequently. 
Keung-Fai, J. W. (2013) in the study titled, “Job Satisfaction of Hong Kong 
Secondary School Teachers”, surveyed 415 secondary school teachers — 233 males, 
179 females, and 3 not reported — to assess their job satisfaction with respect to the 
five aspects — Work, Pay, Opportunities, Supervision and Colleagues. It was initially 
planned to adopt stratified random sampling, but finally it ended with informal 
procedures. The teachers were reached through friends and at refresher and training 
programs. The sample characteristics, in terms of age, sex, teacher training, school 
type, and post held, were compared with the population 

characteristics to bring down the possible error due to informal sampling procedure. It 
was found that teachers had less satisfaction on promotional opportunities. It was 
recorded that Government school teachers were highly satisfied about pay and 
promotional opportunities. The study suggested that more opportunities for promotion 
may be given by refining career ladder. It is also suggested that teachers could have 


been given more power and responsibility. It is recorded that the consequences of the 
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dissatisfaction of teachers not only affect the individual teachers‘ life but also 
adversely affect the school and the public they serve. 

Bishay (2014) measured the level of job satisfaction and motivation in the study 
titled “Teacher Motivation and Job Satisfaction: A Study Employing the 
Experience Sampling Method”. Two types of surveys were undertaken to do the 
research. For experience sampling method is employed with 12 teachers who 
volunteered for the participation. Teachers were randomly beeped by special pagers 5 
times a day for 5 days and completed survey on mood and activity for each beep. 
Totally 190 reports of teachers‘ daily experiences were recorded. The conventional 
surveys were done during the faculty meetings. 51 surveys were successful out of 120 
attempts. It is found that responsibility level, gender, experience, age, and subject 
handled affect both job satisfaction and motivation. It is recorded that gratification of 
higher-order needs are more important for the teacher to get satisfied. It is suggested 
to further the research by including effects of media reporting, outside perceptions, 


family circumstances, and leisure activities into account. 
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INTRODUCTION 

Research methodology is a way to systematically investigate the research problem. It 
gives various steps in conducting the research in a systematic and a logical way. It is 
essential to define the problem, state objectives and hypothesis clearly. The research 
design provides the details regarding what, where, when, how much and by what 
means enquiry is initiated. Every piece of research must be planned and designed 
carefully so that the researcher precedes a head without getting confused at the 
subsequent steps of research. The researcher must have an objective understanding of 
what is to be done, what data is needed, what data collecting tools are to be 
employed and how the data is to be statistically analyzed and interpreted. There are a 
number of approaches to the design of studies and research projects all of which may 
be equally valid. Research is a systematic attempt to obtain answers to meaningful 
questions about phenomenon or events through the application of scientific 
procedures. It an objective, impartial, empirical and logical analysis and recording of 
controlled observation that may led to the development of generalizations, principles 
or theories, resulting to some extent in prediction and control of events that may be 
consequences or causes of specific phenomenon. Research is a systematic and 
refined technique of thinking, employing specialized tools, instruments and 
procedures in order to obtain a more adequate solution of a problem than would be 
possible under ordinary mean. Thus, research always starts from question. There are 
three objectives of research factual, practical and theoretical, which gives rise to 


three types of research: historical, experimental and descriptive. 
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Research design has been defined by different social scientists in a number of ways. 
All these definitions emphasize systematic methodology in collecting accurate 
information for interpretation. Selltize et al. (1962) expressed their views as, 
—Research designs are closely linked to investigator‘s objectives. They specify that 
research designs are either descriptive or experimental in nature.| Research design 
tells us how to plan various phases and procedures related to the formulation of 
research effort (Ackoff Russell, 1961). Miller (1989) has defined research design, —as 
the planned sequence of the entire process involved in conducting a research study.| 
Kothari (1990) observes, —Research design stands for advance planning of the 
method to be adapted for collecting the relevant data and the techniques to be used in 
their research and availability of staff, time and money.| In this way selecting a 
particular design is based on the purpose of the piece of the research to be conducted. 
The design deals with selection of subjects, selection of data gathering devices, the 
procedure of making observations and the type of statistical analysis to be employed 
in interpreting data relationship. 

RESEARCH METHOD 

It is not infrequent to find the terms method ‘and procedure used interchangeably in 
research literature. It is so because both the terms generally used to understand the 
tools and techniques, adopted in research study. 

Research studies are distinguished on the basis of their different purpose and 
approaches and that is why it may technically be called deference in methods. 
Research studies adopting different methods; however, do not differ significantly in 


their procedures. Selection, formulation and definition of the problem survey of 
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related literature collection, analysis and interpretation of new data and reporting of 
the work done are the steps of procedure common to all types of methods of 
research. 

Hence it can be held that steps of procedure in educational research are an element 
common to all educational investigations, while methods of research in education are 
broad distinguishing features of different researches. 

To success fully complete any research work the method selected should always be 
appropriate to the problem under investigation; feasible preplanned and well 
understood it also depends upon the type of data required to be explored. 

After careful study and analysis of problem under investigation and 
observation of related literature the investigator has arrived to the conclusion that 
descriptive survey method is appropriate because this problem is related most to the 
survey method. 

HISTORICAL METHOD 

This provides a method of s to discover, describe and interpret what existed in the 
past. This type of research describes what was, the process involve recording 

, investigation, analysis and interpretation of the event of the past in order to make 
generalization, these generalizations are helpful to understand the past, building a 
perspective about present to a limited extent understanding the future. 

The main purpose of historical research is to arrive at exact account of the past, this 


research help us partially to control future. 
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DESCRIPTIVE METHOD 

This method is one of the important methods in education because it describes 

the current position of the present research. The terms survey suggest the gathering 
of evidence relating to current conditions. The term descriptive survey is generally 
used for type of research which proposes to as certain what is the normal or typical 
condition or practice at the present time. 

Descriptive survey method is one of the most common methods in research work. It 
is a method of collecting and analysis data obtained from large number of 
respondents representing specific population collected through highly structured and 
detailed questionnaire or interviews. 

It follows studying local, as well as state classification, evaluation and generalization 
all directed towards a proper under standing and solution of significant educational 
problems. 

Three types of information are collected by this method these are:- 

1. Information of what exists by studying and analyzing important aspects of 
present situation. 

2. Information of what we want by clarifying goals and objectives possible through 
a study of the conductions existing. 

3. Information of how to get these through discovering the possible means of 
achieving the goals on the basis of the experience of other or the opinion of experts. 
The investigator in her present study has attempted to study the personality traits of 
children of working and non-working mothers. 


Due to large number of women taking to professional jobs, such a study is relevant to 
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present and current conditions. 


MAIN STAGES OF RESEARCH METHODOLOGY 


Research methodology is a vital term in which a research is conducted through 


various stages beginning with the planning and ending with the writing of the final 


report. Following are the different stages of research methodology:- 


1. 


Z 


Selecting the Research Problem. 


Specification of the sources of information 


. Determination of the survey technique. 

. Designing the research project. 

. Census and sample investigation. 

. Collection of data. 

. Analysis of data and methods of analysis. 


. Arriving at the generalization. 


. Preparation of the report of the thesis. 


OBJECTIVES OF THE STUDY 


The following objectives are formulated for the proposed study: 


**To know the level of job satisfaction of the college teachers with respect to; 


designations, gender, income, earning members in the family and family size. 


**To identify the factors which affect the job satisfaction of the college 


teachers.6 
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HYPOTHESES OF THE STUDY 

The following research hypotheses were formulated to direct the study: 
HYPOTHESIS 1 

—There will be no significant relationship between the Designation of the College Teachers 
and their level of satisfactionl. 

The first hypothesis proposed to test was that whether the designations of the college 
teachers have any impact on the level of satisfaction or not. 

HYPOTHESIS 2 

— There will be no significant relationship between the gender and the level 

of satisfaction. 

Research has revealed contradictory evidences on the relationship between gender 
and job satisfaction. Several studies have reported that female teachers have higher 
job satisfaction than male teachers (Ma & MacMillan, 1999; Michaelowa 2002; 
Spear, Gould, & Lee, 2000). In contrast, Bishay (1996) and Mwamwenda (1997) 
found that female teachers were less satisfied with their jobs than male teachers. 
However, some other studies (Gosnell 2000; Sargent & Hannum, 2003) found no 
relationship between gender and teachers‘ job satisfaction. In this study, it was 
proposed to test the hypothesis that female college teachers are more satisfied than 
that of male college teachers. 

HYPOTHESIS 3 

—There is no significant relationship between the income per annum and the 

level of satisfaction. 


Salary is the direct benefit the college teachers get from their jobs. It is also one of the 
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important satisfying factors. Luis R. gomez-Mejia and David B. Balkin (1984), in 
their article entitled, —faculty satisafction with pay and other job dimensions under 
union and non-union conditions|, found that the main determinent of job satisfaction 
among faculty members are pay level, tenure, and job experience. In the present 
study, it has been proposed to test that income per annum is an insignificant factor for 
making college teacher satisfied with their job. 

HYPOTHESIS 4 

—There is no significant relationship between the type of college and the level of 
satisfaction. 

The fourth proposed hypothesis to test was that whether the type of college 

is having any impact on the level of satisfaction of the college teachers or not. 
HYPOTHESIS 5 


—There is no significant relationship between the Earning Members in the Family 


and 


their level of satisfaction\.- repeat 
The third proposed hypothesis to test was that whether the earning members in the 
family are having any impact on the level of satisfaction of the college teacher or not. 
DELIMITATIONS OF THE STUDY 
**The present study was based on the data collected from Government colleges 
in Saurashtra region only. 
**In this present study only those teachers was considered, who was presently 


working in the colleges. 
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METHODOLOGY OF THE STUDY 


The present study was designed to study the job satisfaction among college teachers. 
The methodology of the study comprises research method, population, sample, tool 
used for data collection, and methods of data analysis. 

Research Method 

Empirical research and survey method was employed to carry out this piece of 
research work. 

Population 

All college teachers of the government colleges of Junagadh district constituted the 
population of the study. 

Sample 

The investigator selected five colleges (two women and three boys ‘colleges) by using 
convenience-sampling method. The target population of this study consists of college 


teachers of the government colleges of Junagadh district and the size of the 
sample are 


49 respondents. 

Tool used for data collection 

A well-designed questionnaire was used for collecting data from the different 
colleges. The questionnaire consists of two parts: 

1) First part of the questionnaire was containing information of the respondents 
regarding gender, designations, family size, salaries and earning members in the 
family. 

2) The second part of the questionnaire was containing questions regarding job 


satisfaction of the college teachers. In this part, investigator will propose seven factors 
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(To seek the opinion of the college teachers) which may affect the level of job 
satisfaction of the college teachers. These are handsome salary, job security, dignity 
and social status, job matching with academic qualification, favourable physical 
environment, vacations and fringe benefits and to work in a desired profession. 
Methods of data analysis 

There are two types of analysis in the present study: 

1) Percentage analysis: To determine the characteristic features of the sample, 
investigator used percentage analysis. 

2) Chi-square analysis: To test the framed hypotheses, investigator used Chi-Square 


Analysis. 
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CHAPTER 4 


ANALYSIS AND 


INTERPRETATIONS 
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INTRODUCTION 

The research work is not completed merely by the collection of the data, in fact 
analysis and interpretation of data is also an important step of research work. 
“Tabulation is simply the recording of the number of the types of responses in the 
appropriate categories.” 

It is truism and weighty statement that the raw scores hardly carry any significant 
results unless they are interpreted and generalized in a proper way. The objective of 
the investigator remains unrealized without the interpretation and the analysis of the 
bars facts and material collected through the tools used for the study. Since it is only 
through generalization and interpretation that the researcher can reach certain 
conclusion, the objective of the chapter is the analysis of the data, which implies the 
study ofthe tabulated material in order to determine the inherent factors or meaning. 
It no doubt helps in breaking down the existing complex factors into simple parts and 
puts the part together in new arrangement for the purpose of interpretation. 

S.P. Sukhia 

After data is processed it has to be analyzed for testing the significance of the 
hypothesis framed. Analysis is a process enters into research in one form or the 

other, from the very beginning in the selection of theproblem, in_ the 
determination of methods and in interpreting and drawing conclusions from data 
gathered. Analysis of data means studying the organized material in order to discover 
inherent facts. The data are studied from as many angles as possible to explore the 


few facts. Analysis requires an alert, flexible and open mind. It is worthwhile to 
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prepare plan of analysis before the actual collection of data. Good, Barr and Scates 
(1941) suggest four helpful modes to get started on analyzing the gathered data. 

To think in terms of significant tables that the data permit. 

To examine carefully the statement of the problem and earlier analysis and to 
study the original records of the data. 

To get away from the data and to think about the problem in layman‘s terms, or 
to actually discuss that problem with others. 
‘| To attack the data by making various statistical calculations. 
Interpretation is the final phase of the analysis process. According to Carter, V. 
Good, A.S. Barr and Douglas. E. Ecates, the process of interpretation is essentially 
one of stating what the results show, what they mean, what their significance is and 
what the answer to the original problem is. Interpretation is thus by no means a 
mechanical process. It calls for a critical examination of the results of one‘s analysis 
in the light of all the limitations of data gathering. It is the most important step in 
the total procedure of research. The analysis and interpretation of data both together 
represent the application of inductive and deductive logic to the research process. 
The data are first classified by division into subgroup and are then analyzed and 
synthesized in such a way that hypothesis may be verified or rejected. The final 
result may be a new principle or generalization. 
Interpretation of the qualitative data is more dependent on the researcher‘s 


research skills, research background, intelligence, creativity and biases. 
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Need of Interpretation 

It is through interpretation that the researcher can well understand the abstract 
principle that works beneath his findings. Interpretation leads to the establishment of 
explanatory concepts that can serve as a guide for future research studies. 

Research can better appreciate only through interpretation what are his findings and 
can make others to understand the real significance of his research findings. 

The interpretation of the finding of exploratory research study often results into 
hypothesis for experimental research. 

Technique of interpretation 

The technique of interpretation often involves the following steps: 

(1) Researcher must give reasonable explanations of the relations, which 

he has found, and he must interpret the lines of relationship in terms of the 
underlying processes. 

(ii) Extraneous information must be considered while interpretation the final 

results of research study it may prove to be a key factor in understanding the problem 
under consideration. 

(iii) It is advisable before reaching upon final interpretation to consult expert 
someone, which will lead to a result in correct interpretation and thus will enhance 
the utility of research results. 

(iv) Researcher must accomplish the task of interpretation only after 


considering all relevant factors affecting the problem to avoid false generalization. 
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Classification 

Most research studies result in a large volume of raw data which must be 

reduced into homogenous group, if we are to get meaningful relationships. This fact 

necessitates classification of data which happens to be the process of arranging data 

in groups or classes on the basis of common characteristics. Data having common 

characteristics are placed in one class and in this way the entire data get divided into 

a number of groups or classes. 

When a mass of data has been assembled, it becomes necessary for the researcher to 

arrange the same in some kind of concise and logical order. This procedure is 

referred to as tabulation. Thus, tabulation is the process of summarizing raw data and 

displaying the same in compact form for further analysis. In a broader sense, 

tabulation is an orderly arrangement of data in columns and rows. 

Tabulation is essential because of the following reasons: 

1. It conserves space and reduces explanatory and descriptive statement to a 
minimum. 

2. It facilities the summation of items and the detection of errors and omissions. 

3. It facilities the process of comparison. 


4. It provides a basis for various statistical computations. 
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ANALYSIS & INTERPRETATIONS OF DATA 


TABLE 1 SAMPLE RESPONDENTS ACCORDING TO THEIR 


DESIGNATION 
Designation Frequency Percentage 
Assistant Professor 30 61.22 
Associate Professor 12 24.49 
Others 7 14.26 
Total 49 100 


From the table above it is clear that 61.22 percent of the respondents belong to 


assistant professor, 24.49 percent of the respondents belonging to associate professor, 


and 14.26 percent belonging to others category from the survey. In other category, we 


included those college teachers who are working on contract basis. 


It is concluded that majority of the respondents comes under assistant professor 


category. 
Gender Frequency Percentage 
Male 15 30.31 
female 34 69.39 
Total 49 100 
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From the above table it has been observed that 69.39 percent of the respondents are 
female and 30.61 percent are male. It is concluded that majority of the respondents 
belong to female category. 


TABLE 3 SAMPLE RESPONDENTS ACCORDING TO THEIR INCOME 


PER ANNUM 
Income(per annum) Frequency Percentage 
Up to 4,00,000 10 20.41 
4,00,000 to 8,00,000 31 63.26 
Above 8,00,000 8 16.33 
Total 49 100 


From the above table it is clear that 20.41 percent of the respondents‘ income per 
annum is up to 4, 00,000, 63.26 percent are having their income per annum from 
4,00,000 to —8,00,000 and 16.33 percent of the respondents get income per annum 
above 8,00,000. 

It is concluded that most of the respondents get their incomes between 4,00,000 to 


8,00,000 annually. 
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TABLE 4 SAMPLE RESPONDENTS ACCORDING TO THEIR FAMILY 


MEMBERS 
Family Size Frequency Percentage 
Up to 3 members 13 26.53 
3 to 5 members 26 53.06 
Above 5 members 10 20.41 
Total 49 100 


From the table 4 it is clear that, 26.53 percent of the respondents have three or less 


than three members in their family, 53.06 percent have 3 to 5 members and 


20.41 percent of the respondents have more than five members in their family. 


It can be concluded that majority of the respondents have 3 to 5 members in their 


family. 


TABLE 5 SAMPLE RESPONDENTS ACCORDING TO THEIR EARNING 


MEMBER IN THE FAMILY 
Earning Members in Frequency Percentage 
Family 
1 Member 2 4.08 
2 Member 35 71.43 
3 Member 14.29 
>3 Member 10.20 
Total 49 100 
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From the data given in table 5, 4.08 percent of the respondents have two or less than 
two earning members in their family, 71.43 percent of the respondents have two 
earning members in their family, 14.29 percent have three earning members in their 
family and 10.20 percent of the respondents belong to those families where more than 
3 members are earning the income. 
It is concluded that in majority of the families two members are earning. 
ANALYSIS OF CHI-SQUARE 
TABLE 6 SAMPLE RESPONDENTS ACCORDING TO THEIR 
DESIGNATIONS AND LEVEL OF SATISFACTION 


Level of Satisfaction 


Designation Medium Low 
Assistant Professor 20 (66.67) 09 (30.00) 01 (3.33) 


Associate Professor 09 (75.00) 02 (16.67) 01 (8.33) 


Others 0 (0.00) 04 (57.14) 03 (42.86) 


Degree Calculated 


Factor Hypothesis 
of Freedom Chi- Square able value 


The data from above table indicates that 66.67 percent of the sample respondents are 


belonging to assistant professor category and 75.00 percent of the sample 
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respondents belonging to associate professor category are drawing high level of 
satisfaction from their jobs. 
The interested thing comes out from the data is that no respondent has been found in 
others category who is highly satisfied. The reason behind this is that the college 
teachers included in this category are working on contract basis, having no job 
security and full salary benefits. 
Statistical analysis shows that at 5% level of significance for 4 d.f the table value of 
Chi-square = 9.49. Since the calculated value of Chi-square = 39.437 is more than the 
table value. Hence the difference is significance. Therefore 1st hypothesis (there is no 
significant relationship between the Designation of the College Teachers and their 
level of satisfaction) is rejected. 
It means that the satisfaction of the college teachers is not associated with their 
designation. 

TABLE 7 SAMPLE RESPONDENTS ACCORDING TO THEIR GENDER 


AND LEVEL OF SATISFACTION 


Gender High Medium Low Total 
Male 10 (66.67) 04 (33.33) 01 (00.00) 15 

Female 19 (55.89) 12 (35.29) 03 (08.82) 34 
Total 29 16 04 49 
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Factor Degree of Calculated chi- | Table value hypothesis 
freedom square 


Gender 2 0.9999 5.99 Accepted 


Statistical analysis shows that at 5% level of significance for 2 degree of freedom the 
table value of Chi-square = 5.99. Since the calculated value of Chi-square = 0.999 is 
less than the table value. Hence the difference is insignificant. Therefore 2nd 
hypothesis (Female College Teachers are more satisfied with their job than their male 
counterpart) is accepted. 


It is concluded that Female College Teachers are more satisfied with their job than the 


Male College Teacher. 
TABLE 8 
RESPONDENTS ACCORDING TO THEIR INCOME AND LEVEL OF 
SATISFACTION 
Level of Satisfaction 
Income per annum) High Medium Low Total 
Up to 4,00,00 0 (0.00) 6 (60.00) 04 (40.00) 10 
4,00,000 to 8,00,000 20 (64.52) 10 (32.26) O1 (3.22 31 
Above 8,00,000 07 (87.50) 01 (12.50) 0 (0.00) 08 
Total 27 17 05 49 


The data from above table indicates that 64.52 percent of the sample respondents are 
belonging to income category 4, 00,000 to 8, 00,000; and 87.50 percent of the 
sample respondents belonging to income category above _—_8,00,000 are getting high 
level of satisfaction from their income per annum. 
In the survey, it is found that not a single respondent belonging to others is highly 
satisfied with the income per annum they are getting. 
Statistical analysis shows that at 5% level of significance for 4 degree of freedom the 
table value of Chi-square = 9.49. Since the calculated value of Chi-square = 43.137 is 
more than the table value. Hence the difference is significant. 
Therefore 3rd hypothesis (There is no significant relationship between the income 
per annum and the level of satisfaction) is also rejected. 
It is concluded that there is significant relationship between the level of satisfaction of 
the college teachers and their per annum incomes. 

TABLE 9 SAMPLE RESPONDENTS ACCORDING TO THEIR FAMILY 


SIZE AND LEVEL OF SATISFACTION 


Level of satisfaction 
Family Size High Medium Low Total 
Up to 3 Members | 5(38.46) 7(53.85) 01(7.69) 13 
3 to 5 Members 19(73.07) 6(23.08) 01(3.85) 26 
Above 5 Members | 3 (30.00) 5 (50.00) 02(20.00) 10 
Total 27 18 04 49 
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Factor Degree of Calculated chi- | Table value Hypothesis 
freedom square 

Members in 4 19.046 9.49 Rejected 

the Family 


From the above table it indicates that 38.46 percent of the sample respondents who 


have up to 3 members in their family, 73.07 percent the respondents belong to the 


category of having 3 to 5 members in their family and 30.00 percent of the 


respondents who are having above 5 members in the family are highly satisfied with 
their job. 
The calculated value of Chi-square = 19.046 is more than the table value of Chi- 
square = 9.49 at 5% level of significance. Hence, the difference is significant. 
Therefore, the framed 4th hypothesis (there is no significant relationship between 
the family size and level of satisfaction) is rejected. 
It is concluded that the level of job satisfaction is not associated with the size of the 
family. 

TABLE 10 RESPONDENTS ACCORDING TO THEIR EARNING 


MEMBERS IN THE FAMILY AND LEVEL OF SATISFACTION 


Level of Satisfaction 
IKarning Members in 
High Medium Low Total 
the Family 
One Member 01 (50.00) 01 (50.00) 00 (0.00) 02 
Two Members 23 (65.71) 11 (31.43) O1 (2.86) BS 
Three Members 03(42.86) 03(42.86) 01(14.28) 07 
[Above 3 Members 02 (40.00) 02 (40.00) 01 (20.00) 05 
Total 29 17 03 49 


Factor Table Value Hypothesis 


freedom 


Earning members in 
family 6 8.712 12.6 Accepted 
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Statistical analysis shows that at 5% level of significance for 6 degrees of freedom the 
table value of Chi-square = 12.6. Since the calculated value of Chi-square = 8.712 is 
less than the table value. Hence the difference is insignificant. Therefore 5th 
hypothesis (there is no significant relationship between the Earning Members in the 
Family and their level of satisfaction) is accepted. 
It is concluded that the level of satisfaction of the college teachers is independent of 
the earning members in the family. 

TABLE 11 RESPONDENTS’ OPINION REGARDING FACTORS 


IMPACTED JOB SATISFACTION 


Sr. Factors The highly impacted level of job 
No. satisfaction 

1 Getting handsome - salary is job Frequency Percentage 

satisfaction. 
78 79.59 
2 Having dignity and social status is 74 75.51 
job satisfaction 
3 Job security (in terms of stability fis) 76.53 
and permanency) is job 

satisfaction. 

4 Job matching with academic 1 74.49 

qualification is job. 

satisfaction. 

5 To get a favourable physical 54 55.10 

environment is job 

satisfaction. 

6 Vacations and fringe benefits are job 40 40.82 
satisfaction. 

7 To work in a desired profession is job 70 71.43 
satisfaction. 
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As per the opinion of the college teachers, the factors impacted highly to job 
satisfaction are: getting handsome salary (79.59 percent of the respondents voted in 
favour of high), having dignity and social status (75.51 percent), job security-in terms 
of stability and permanency (76.53 percent), job matching with academic 
qualification (74.49 percent), a favorable physical environment like big building, 
class rooms, furniture, teachers‘ room, toilets, etc. (55.10 percent), vacations 

and fringe benefits (40.82 percent) and to work in a desired profession (71.43 


percent). 
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CHAPTER 5 


CONCLUSIONS & 


SUGGESTIONS 


65|Page 


After processing the data, obtaining and interpreting the results in previous chapter, 
the findings have been delimited and discussed in present chapter. These findings can 
be generalized to the extent of representatives of the sample and methodology 
employed in the study. In this chapter, the results are discussed to show how these 
findings are concurrent with some of the empirical studies already conducted in the 
field. At places, some of the observations did not concur with the findings of some 
investigators. In such cases, attempts have been made to fathom plausible reasons for 
these disagreements. Keeping the major findings in view, the educational implications 
of the study have been worked out. But these findings and implications do not fit in 
all the concerns of study. As such some suggestions have been given for the further 
research. This chapter is, therefore, devoted to focusing the findings, conclusion, 
discussion of results of the study and for indicating their implications and suggestions 


for further studies or research. These are presented below in the same sequence. 


° Main findings 
. Conclusion 


° Suggestions for further Researches 
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RATIONALE OF THE STUDY 

Job satisfaction is related to multiple factors as the job satisfaction is multi 
dimensional as Smith, Kendall and Hulin(1969) argue that —Job satisfaction is 
multidimensional; that is one may be more or less satisfied with one‘s supervisor, pay 
or workplace etc.| 

Thus, the purpose of studies is to explore the level of job satisfaction among the 
College teachers with respect to; designations, gender, income, earning members in 


the family and family size. 


To know, whether female college teachers are more satisfied than male college 


teachers or not. 


To identify the factors which affect the job satisfaction of the college teachers. 


The present study was based on the data collected from Government colleges 


in Junagadh district only. 


In this present study only those teachers was considered, who was presently 


working in the colleges. 


MAIN FINDINGS 

1) Survey shows that 30.61 percent were male and 69.39 percent females. It further 
indicates that 61.22 percent of the sample represented assistant professors, 24.49 
percent associate professors and remaining 14.26 percent were come under others 


category. Therefore, majority of the respondents comes under assistant professor 
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category. 

2) It has been seen that majority of the respondents have 3 to 5 members in their 
families and two earning members are found in majority of the families. 

3) On the income level, 63.26 percent of the respondents were getting between 
4,00,000 to 8,00,000 per annum, 20.41 percent were getting up to 4,00,000 and 
16.33 percent of the respondents were getting above 8,00,000 per annum. It is found 
that the majority of the respondents are having their income per annum between 4, 
00,000 to 8,00,000. 

4) Female college teachers are more satisfied with their job than the male teachers. 
5) Income per annum is an important factor on which the level of job satisfaction of 
the college teachers depend. 

6) The satisfaction of the college teacher is not associated with their designations, 
family size (number of members in the family) and number of earning members in the 
family. 

7) More than 75 percent of the respondents opined that handsome salary; dignity and 
social status and job security is job satisfaction. 

8) It is found that more than 70 percent of the respondents opined that job matching 


With academic qualifications and to work in a desired profession is job satisfaction. 
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CONCLUSIONS 

It is concluded that job satisfaction is the extent to which one feels good about the 
job. It is a pleasurable state resulting from the appraisal of one ‘s job experience. 
The level of job satisfaction may not be homogeneous. It may differ from person to 


person, place to place, job to job, and institution to institution. In general, salaries, 


physical environment, job security, desired profession, job matching with academic 
qualifications, vacations and fringes benefit etc. affect the job satisfaction among the 
college teachers. 

The study found that female college teachers are more satisfied with their job than the 
male teachers. One thing common in male and female is that both are satisfied with 
their income per annum and more than 75 percent of the respondents opined that 
handsome salary is job satisfaction. Majority of the respondents also sketch, 

dignity and social status, getting job security, job matching with qualifications, 
physical environment and to work in a desired profession is job satisfaction. 

The following suggestions will help in a great extent to improve the class room 
performance which in turn materialise the dream of quality education in the state. 

1) The college teacher should have a separate room to prepare him for facing the 
class room effectively. 


2) The teachers working on contract basis are dissatisfied with their job; and they 


should get at least the full salary benefits 
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3) As the job of a college teacher in these colleges is transferable and which is a 
major among them; therefore, a transparent transfer policy should be practiced in 
displacing the teachers from one place to other, keeping in view the home places, 


family and health conditions. 
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SUMMARY 

INTRODUCTION 

Job satisfaction is an attitude that is simply how content an individual is with his or 
her job; whether he or she likes the job or not. It is assessed at both the global level 
(whether or not the individual is satisfied with the job overall), or at the facet level 
(whether or not the individual is satisfied with different aspects of the job). Spector 
lists 14 common facets: Appreciation, Communication, Coworkers, Fringe benefits, 
Job conditions, Nature of the work, Organization, Personal growth, Policies and 
procedures, Promotion opportunities, Recognition, Security, and Supervision). Job 
satisfaction scales vary in the extent to which they assess the affective feelings about 
the job or the cognitive assessment of the job. Affective job satisfaction is a 
subjective construct representing an emotional feeling individuals have about their 
job. Hence, affective job satisfaction for individuals reflects the degree of pleasure or 
happiness their job in general induces. Cognitive job satisfaction is a more objective 
and logical evaluation of various facets of a job. Cognitive job satisfaction can be 
unidimensional if it comprises evaluation of just one facet of a job, such as pay or 
maternity leave, or multidimensional if two or more facets of a job are simultaneously 
evaluated. Cognitive job satisfaction does not assess the degree of pleasure or 
happiness that arises from specific job facets, but rather gauges the extent to which 
those job facets are judged by the job holder to be satisfactory in comparison with 
objectives they themselves set or with other jobs. While cognitive job satisfaction 
might help to bring about affective job satisfaction, the two constructs are distinct, not 


necessarily directly related, and have different antecedents and consequences. 
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Job satisfaction can also be seen within the broader context of the range of issues 
which affect an individual's experience of work, or their quality of working life. Job 
satisfaction can be understood in terms of its relationships with other key factors, such 
as general well-being, stress at work, control at work, home-work interface, and 


working conditions. 


OPERATIONAL DEFINITIONS OF THE TERMS 

Job Satisfaction: Job satisfaction is the extent to which one feels good about the job. 
It is in regard to one‘s feelings or state of mind regarding to the nature of their work. 
In other words, job satisfaction implies doing a job one enjoys, doing it well, 
enthusiasm and happiness with one's work. Everyone define job satisfaction as 
fulfillment of one‘s expectation. It differs from person to person and institution to 
institution and even in the context of male and female. In simple term when someone 
is Satisfied with his job that is job satisfaction. Job satisfaction as a pleasurable 
positive emotion state, resulting from the appraisal of one‘s job or job experiences. It 


results from the perception that one‘s job fulfils or allows the fulfillment of one‘s 
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important job values, providing and to the degree that these values are congruent with 
one‘s needs (Locke, 1976). Therefore, job satisfaction is such phenomenon which 
comes not only from the job, but also from one‘s personal, social, academic, 
administrative and economical condition. 

Job Dissatisfaction: Job dissatisfaction is not antonymous to job satisfaction. The 
term dissatisfaction denotatively refers to —a feeling that you are not pleased and 
satisfied... (Oxford Advanced Learner‘s Dictionary, 7th edition, 2005). This is 


similar to Organ and Bateman (1991), who argue that an employee'‘s attitudes towards 


her or his work are either positive or negative. In other words, teacher job 


dissatisfaction refers to workers‘ negative or bad feelings or attitudes on their jobs 


(ibid). Similarly, if workers‘ have negative attitudes towards their work, they are then 
said to be dissatisfied. However, this study resorts to Spector‘s definition of the 
concept of job dissatisfaction. According to him, job dissatisfaction refers to the 


degree to which employees dislike their works (Spector, 1997). 
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QUESTIONNAIRE 


80|Page 


QUESTIONNAIRE 
SECTION I: 


NAME: 


AGE: 


GENDER: Male/Female 


DESIGNATION: Assistant Professor/ Associate Professor/ Others 


INCOME PER ANNUM: Up to Rs. 4,00,000/4,00,000 to 8,00,000/ Above 8,00,000 


FAMILY SIZE: Up to 3 members/3 to 5 members/ Above 5 members 


EARNING MEMBER IN THE FAMILY: 1 Member/2 Members/ 3 Members/ > 3 


Members 
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SECTION II: 
Compensation and Benefits 


1. Onascale from | to 5, How satisfied are you with your current salary and compensation 
package? 


Answer: 


1: Very Dissatisfied 
2: Dissatisfied 
3: Neutral 
4: Satisfied 
5: Very Satisfied 
2. Do you feel that your benefits package adequately meets your needs (e.g., healthcare, 
retirement, etc.)? 


Answer: ( ) 


Yes 
No 

3. Are there any additional financial incentives or allowances that you would like to see 
implemented? 


Answer: 


Yes 

No 
4. Do you think vacations and fringe benefits are job satisfaction? 
Answer: 

Yes 

No 
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SECTION III: 
Work Environment 


5. Ona scale from | to 5, How satisfied are you with the physical working conditions and 
facilities provided? 


Answer: 


1: Very Dissatisfied 
2: Dissatisfied 
3: Neutral 
4: Satisfied 
5: Very Satisfied 
6. Do you feel that the available technological resources and facilities support your teaching 
effectively? 


Answer 

Yes 

No 

7. Are there any specific improvements you would suggest for the physical workspace? 
Answer 


Yes 

No 

8. Do you really think, getting favourable physical environment is a job satisfaction? 
Answer: 

Yes 

No 
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SECTION IV 


Workload and Job Demands 


9. Onascale from | to 5, How do you perceive your current teaching load in terms of courses 
and hours per week? 


Answer: 


1: Very Dissatisfied 
2: Dissatisfied 
3: Neutral 
4: Satisfied 
5: Very Satisfied 
10. Are there specific administrative responsibilities that you find particularly challenging or 
rewarding? 


Answer 
Yes 
No 


11. Ona scale from 1 to 5, How do you rate the level of support for research and publication 
expectations? 


Answer 


1: Very Dissatisfied 
2: Dissatisfied 

3: Neutral 

4: Satisfied 

5: Very Satisfied 


12. Do you think matching the academic qualification is job satisfaction? 
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SECTION V 


Professional Development 


13. Have you had ample opportunities for professional development through training and 
workshops? 


Answer 

Yes 

No 

14. Do you feel supported in your research and publication endeavours by the institution? 
Answer 

Yes 

No 


15.On a scale from 1 to 5, How do you perceive the career growth and advancement 
opportunities available to you? 


Answer 


1: Very Dissatisfied 
2: Dissatisfied 

3: Neutral 

4: Satisfied 

5: Very Satisfied 


16.Do you think to work in a desired profession? Is a job satisfaction? 
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SECTION VI 
Relationships and Communication 
17.On a scale from | to 5, How would you rate the level of communication and 
collaboration with your colleagues? 


Answer 


1: Very Dissatisfied 
2: Dissatisfied 

3: Neutral 

4: Satisfied 

5: Very Satisfied 


18. Do you feel you receive adequate support and feedback from the administration? 


Answer: 
Yes 
No 


19. Ona scale from 1 to 5, How would you rate the transparency in decision-making processes 
within the institution? 


Answer 


1: Very Dissatisfied 
2: Dissatisfied 

3: Neutral 

4: Satisfied 

5: Very Satisfied 
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SECTION VII 
Work life balance 


20. Do you feel you have sufficient flexibility in your work hours to maintain a healthy work- 
life balance? 
Answer: 
Yes 
No 
21. Are there opportunities for telecommuting or remote work available to you? 
Answer: 
Yes 
No 


22. Ona scale from 1 to 5, How satisfied are you with the vacation and leave policies provided 
by the institution? 


Answer: 


1: Very Dissatisfied 
2: Dissatisfied 

3: Neutral 

4: Satisfied 

5: Very Satisfied 


23. Do you think getting proper gap between lectures gives you more satisfaction? 


Answer: 
Yes 
No 
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SECTION VIII 


Teaching Methods and Curriculum 


24. On a scale from 1 to 5, How satisfied are you with the autonomy you have in choosing 
your teaching methods and curriculum? 
Answer 


1: Very Dissatisfied 
2: Dissatisfied 

3: Neutral 

4: Satisfied 

5: Very Satisfied 


25.Are there resources or support systems you feel would enhance your teaching 
effectiveness? 

Answer: 
Yes 


No 
26. Do you often stick to the older methods of teaching If a student is comfortable in learning? 


Answer: 
Yes 


No 
27. Does students positive attitude lead to job satisfaction? 


Answer: 
Yes 


No 
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SECTION IX 


Organizational Culture and Values 


28. How well do you feel the organization's values align with your own professional 
values and beliefs? 

On a scale from | to 5, how satisfied are you overall with your job as a college teacher? 
1: Very Dissatisfied 
2: Dissatisfied 
3: Neutral 
4: Satisfied 
5: Very Satisfied 


29. Do you feel a sense of belonging and community within the institution? 
Answer: 


Yes 
No 
30. Does organizing. cultural festivals and gatherings at some interval give more satisfaction at 
work? 
Answer: 
Yes 
No 
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